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Abstract

This study aims to establish a level of significance between organizational commitment (OC) and organizational
support program (OSP) inside hospitality sector to measure the employees’ performances. To critically investigate
research variables, Hotel Ramada Heathrow is considered as case study. The theories and models of past research have
investigated the connection between variables but are limited to one dimension. Present study considered multivariate
and found job satisfaction is a mediating determinant between employees’ organizational commitment and perceived
organizational support. Thus, mixed method is commenced by using interviews and survey questionnaire as primary
research instruments. The research exploratory and therefore degree-based matrix questionnaire to measure the
responses of participants. Interview questions were open ended. Semi structured approach was used to investigate
research problem, The sample size for interview is 6 officials from Ramada Heathrow while for survey 28 employees
formed sample size. The respondents were selected through convenience sampling technique. Moreover, t-test is used
to test hypothesis. The findings confirmed that there is strong significant correlation between OC and OSP. The t-test
results showed 0.90688 value which reflects significantly strong correlation. Moreover, it is evident in present study
that all three respective dimensions of organizational commitment (AC, NC, and CC) are influenced by perceived
organizational support to high level in positive way. The research contains suggestions and recommendations to Hotel
Ramada Heathrow’s management by developing strong OSP to ensure employees attitude and perception is influenced
positively.

Keywords: job satisfaction, organizational support program, organizational commitment, antecedents of
organizational commitments, employee performance, hospitality sector
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1. Introduction

Though there has been a significant contribution received from hospitality and tourism industry in
terms of the revenue however, the employee turnover is significantly high in United Kingdom's
hotels and restaurants (The Guardian, 2013). With the assistance of the current research, Tourism
and Hospitality industry can attain knowledge regarding the procedures and methods required to
minimize the high turnover of employee enhance job contentment and improve organizational
commitment among employees in order to be able to accomplish long term productivity through
its human capital. Furthermore, it has been witnessed in the recent times, contractual workforce
has been employed by United Kingdom's luxurious and renowned hotels. Due to this approach,
organizations and firms must explore distinctive approach and method to enhance its employee’s
overall satisfaction, as satisfied employees are productive employees. Consequently, it augments
the strength of such strategic project for future exploration regarding its impact on the apparent
organizational support on impactful outcome as one of the UK's high contributing sectors.

Furthermore, the present study is highly essential due to its study nature in comparison to the past
research, as then the studies have measured the job satisfaction within the tourism sector as a
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mediating variable which shifts the attention towards the limitation of the past research. Moreover,
the current study measures job satisfaction as an independent element. In addition, there is a great
significance of the current research as United Kingdom's tourism and hospitality sector is one of
the most significant contributors of the incline in country's GDP during the 2008's recession, this
industry was the only sector that had generated elevated revenue (TIMES, 2012). Therefore, it is
critical to discover the effect of the viewed organizational support on employee's commitment
within the tourism and hospitality sector.

The renowned Ramada Heathrow, a luxury hotel, is located around the prime and scenic English
gardens which is two miles from London's Heathrow Airport (RHH, 2014). The hotel is one of the
oldest hotels of the famous Bath Road with recent furbishing that has the hotel well equipped with
the present-day modern facilities available in luxury hotels (RHH, 2014). In addition, Ramada
Jarvis Heathrow's reception is available 24-hours with the tradition of having friendly staff on site
with the custom of look forward after their guests.

The aim of the research is to significantly examine the impact of employee's commitment created
through the organizational support system and research hypothesis is as following:

Ho: "There exist strong positive correlation between organizational support program and
organizational commitment".

H1: "There exist no strong positive correlation between organizational support program and
organizational commitment".

2. Literature Review

Perceived Organizational Support

The level and type of organizational commitments are often result of the perception and actual
experience of fresh and existing workforce due to prevailing organizational support program in
firms (Haque and Yamoah, 2014). The theories and models related to organizational commitment
and perceived organizational support are discussed below to explore the correlation between
organizational commitment of employees and existing organizational support program. Numerous
scholars and research including Fuller et al., (2003), Aube et al., (2007) and Allen et al., (2008)
have argued that perceived organizational support has increased to high level in the recent times
due to structural change and environmental dynamics. Earlier scholars, Eisenberger et al., (1986)
have explained perceived organizational support as an extent or a degree of employees' own belief
that organisation values their contribution and look after their well-being under global perspective
whereas modern scholars like Allen et al., (2008) suggest that organizational support is a firm's
ability and approach which makes employee believe that his/her contributions are adequately
valued by the management in impartial manner. Thus, these definitions indicate that one's' own
believe is main element in evaluating the treatment done by the prevailing system, policies, and
practices inside firm. Therefore, degree of believe is subject to high variation, depending on the
type of individual, organisation, industry, and internal-external dynamics respectively.

Hence, it can be stated that perceived organizational support varies for different types of people in
different types of organisations at different types of sectors. For few individuals POS could be
basic facilitations like adequate tools and equipment while for others it may be additional training
and moral boosting activities to enhance their interest and skills in their desired area of
specialization (Haque and Yamoah, 2014).

However, Eisenberger et al., (1997) model showed that organizational support may not always
help employees and employers to achieve determined results due to environmental and
organizational constraints as these hindrances may limit working efficiencies of workforce.
Considering the work of LaMastro (1999) in the education sector, it is evident that teachers who
are unaware of day pay cutbacks finds seminar as an opportunity and will experience POS

73



International Journal of Applied Business and Management Studies Vol. 7, No.1; 2022
ISSN 2548-0448

furthermore than the teachers who know about day pay cutbacks and will be reluctant to attend
professional seminars. Conversely, Study of Uchena et al., (2013) evident that perceived
organizational support has significant impact on the organizational commitment and performance
of employees working in educational sector (teaching as well non-teaching) faculty. Likewise, the
work of Colakglu and Culha (2010) found that employees having high POS perform better in
compared to other employees in the hotel industry. Conversely, Kralij and Sonet (2011) showed
that in hotel industry, old age employees have more POS in comparison to younger employees. In
addition to that, aforementioned study states that high organizational engagement and commitment
is evident among employees experiencing high and strong organizational support.

Discussion above indicates that employees' organizational engagement is strongly linked with
perceived organizational support. Hence, it can be stated that there is correlation between
employee engagement and POS. Moving further, Hassan et al., (2014) argued that employee
engagement is due to job satisfaction in the banking sector. This reflects that employee who are
carrying out routine task, experiencing better organizational support are more satisfied with their
respective jobs. Furthermore, Mishra et al., (2013) found that in both private and public banking
sectors, organizational support enhances employee engagement and commitment that leads to
business success.

In addition to that, study of Alvi and Abbasi (2012) commenced in the banking sector of Pakistan
(developing country) revealed that employee engagement is significantly linked with
organizational support program. The research conducting in product-oriented sectors including
Wickramasinghe and Wikramasinghe (2012) at lean manufacturing sector and Judeh (2014) at
textile sector found that organizational support program leads to exhibit high level of job
satisfaction and employees' performances. These findings are consistent with the work of
Eisenberger et al., (1997). Despite these arguments, there is still lack of evidence available between
these variables in the hospitality and tourism sector.

The significant notion is presented by Colakoglu and Culha (2010) that POS is created by ideal
job conditions and ongoing various practices of human resources leading to form positive attitude
and behaviour among workforces. Rhoades and Eisenberger (2002) model indicate that favourable
job conditions, supervisory support, rewards, and fair and equal treatment has strong connection
with POS. The study model opposes the earlier work of Eisenberger et al., (1986) that evident POS
leads employees to attain organizational goal despite having organizational support system.
Moreover, organizational support theory suggests that when organisation supports employees
strongly, employees exhibit hard work to achieve organizational goals (Aselage and Eisenberger,
2003). Thus, it can be stated that high organizational commitment and high job satisfaction is
driven from organizational support system as employees ensure that organizational objectives are
attained in correct manner. The above analysis found that POS has linkage equally with job
satisfaction as it has with employee engagement. Various research including Rhodes and
Eisenberger (2002); Aube et al., (2007) and Riggle et al., (2009) have strongly evident that
organizational support system significantly influences job satisfaction and organizational
commitment.

Job Satisfaction

Colakoglu and Culha (2010) consider job satisfaction as "affective-laden attitude" due to complex
nature of it in large number of studies. On the other hand, Ivancevich and Matteson (2002) regarded
job satisfaction as job related attitudinal and behavioural feelings emerges in employees towards
their respective jobs as the experience a right fit among their work and organizational support.
Most conclusive definition is offered by Robin and Judge (2009) by stating, "Job satisfaction is
additional attribute that measure individuals' feelings related to job situation in organizational
setting" (p. 65).
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Earlier, Locke (1977) defined job satisfaction as job appraisal or experience forming individual's
comfortable emotional state. Modern day researchers, Sempane et al., (2002) argue that job related
evaluation and perception of individuals are shaped significantly by needs, expectations, and
values. When perceptions are positive so is evaluation of job by individual, it develops job
satisfaction. In I.T sector, no job satisfaction is main reason behind high employee turnover (cited
from Martins and Coetzee, 2007). Thus, it can also be said that when there is no JS, the employees'
continuance commitment decreases. Shaukat et al., (2012) conducted research in banking sector
that showed that adequate organizational support and correct supervision enhance individuals' job
satisfaction that further increase organizational commitment. On the other hand, Waqas et al.,
(2012) found that university staff tends to perform better when find organizational support which
increase working efficiency and job satisfaction.

Green lifestyles have a significant positive effect on pro-environmental behaviour (Foster et al.
2022). There is the mediating role of psychological empowerment in the relationship between
inclusive leadership and voice behavior (Younas, Wang, Javed & Haque, 2022). Industry 4.0 has
a significant role in promoting and improving the performance of the services industry (Rahman,
Kamal, Aydin & Haque, 2022).

Service quality mediated the relationship between the CRM performance dimensions (key
customer focus, CRM knowledge management, CRM organization, and CRM-based technology)
and the marketing performance (Al-Gasawneh, AlZubi, Anuar, Padlee, Haque & Saputra, 2022).
Practical transformation is essential as it offers insights into complex situations and practical
solutions (Haque, 2022). The embedded themes explored from the primary investigation revealed
that there are major differences between camping and glamping, and this includes cost, privacy,
convenience, duration, and ease of set up (Adamovich et al. 2021). This could also increase level
of commitment of employees across the sectors.

Stringent rules and regulations, monitoring, training programmes, and monetary incentives might
be efficient solutions to apply ecological behaviour at workplaces (Farooq et al. 2021). Perhaps, it
could impact the organizational commitment. Ethical leadership plays a vital role in reducing
occupational stress and increasing employees' innovative workplace behavior (Haque & Yamoah,
2021). Eustress significantly and positively affects working efficiency, while distress and hyper-
and hypo-stress significantly and negatively affect university personnel's working efficiency
(Haque et al. 2021). It could be a factor in dealing with commitment.

One of the most vulnerable sections of the society is the ‘aging population’ (Nair, Rao & Haque,
2021). Haque (2021) argued that aging population contributions are significant and termed in this
study as ‘knowledge-gem’ (GK). It would be interesting to see if they have higher commitment.
Bulut et al. (2021) found that the environmental concern trait of post-millennials triggers their
green purchasing behavior. However, no evidence if it leads to increased commitment. Business
networking is enhancing the effectiveness of total quality management (Urbanski et al. 2021).
Haque, Yamoah & Sroka (2020), discussed about the reduction in choices of consumers. On the
other hand, Haque et al. (2020) found that external CSR has an impact to sustain the capital and
positioning in the dynamic. Those aspects could also have an impact on the organizational
commitment.

As per Rothman and Coetzer (2002), job satisfaction help organisation in measuring and evaluating
reaction of job. Moreover, same model revealed that employees provided with proper
organizational support have high job satisfaction leading to effective organizational commitment.
In other words, "employees who are happy and content are productive for organsiation" (cited
from Saar and Judge, 2004). This indicates that organisations consider employees who are satisfied
with their job to achieve organizational objectives. Therefore, organisations need to have
organizational support program containing training and development program, structural
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composition, and adequate equipment and tools to enhance organizational commitment of
workforce. In marketing sector, Rutherford et al., and (2010) found insignificant relation between
OC and JS whereas in textile sector, Miarkolae and Mirakolae (2014) found significantly strong
relation between JS and OC.

"Positive attitude is being exhibited by satisfied workforce whereas negative attitude is shown by
workers who are not satisfied with their job" (cited from Robin, 1993). Large number of empirical
evidence is available on antecedents and characteristics of JS. However, organizational support is
one of key antecedent that predicts JS (Stamper and Jholke, 2003 and Randal et al., 1999).
Research considered JS resulting from OC. Moreover, recent studies including Lam and Zhang
(2003); Karatepe and Uludag, (2007); Yang (2010); and Gulnu et al., (2010) found positive
correlation between JS and OC whereas Ahmed and Yekta (2010) found JS negatively associated
with POS and OC.

Organizational Commitment

Sheldon (1971) defined OC as organizational goal and target that determines positive attitude and
behaviour shown by employees towards organisation. Conversely, Buchanan (1974) considers OC
as a bonding force that ties employees with their organisation. Mowday et al., (1979) explored
three antecedents of organizational commitment which is (1) affective commitment, (2) normative
commitment, and (3) continuance commitment. All of them are linked with attitude and behaviour
demonstrated by workforce towards the organisation. Moreover, Bateman and Strasser (1984) state
that, "organizational objectives being valued by the workforce through demonstrating their loyalty
and willingness to remain in the same organisation is regarded as organizational commitment" (p.
95). However, most conclusive and complete definition is given by Portal et al, (1974) that state,
"affective commitment - voluntary efforts exhibited by employees to consider goal of organisation
as own goals; normative commitment - organizational values are considering as belief and strong
norms therefore accepted by individuals; and continuance commitment - continuing to work with
same organisation as willingness to be part of same organisation".

Thus, employees' attachment, recognition, and genuine involvement are considered as
organizational commitment. Furthermore, affective commitment, normative commitment, and
continuance commitment are three dimensions that form organizational commitment (cited from
Allen and Meyer, 1996; Karrasch, 2003; Bartlett and Kang, 2004; Greenberg, 2005; Turner and
Chelladurai, 2005; Boehman, 2006; and Canipe, 2006; Haque & Aston, 2016; Haque et al. 2016;
Haque et al. 2020; Haque, Sher & Urbanski, 2020; Haque, Nair & Kucukaltan, 2020; Haque et al.
2021; Haque & Yamoah, 2021). The concrete concept regarding these three distinctive dimensions
of organizational commitment is given by Porter et al., (1974) by stating that, belief, desire and
feelings of person to work in same organizational setup indicate organizational commitment. In
addition to that, organizational goals are considered as own goals by the individuals as voluntarily,
person wants to work and demonstrate high devotion towards firm is affective commitment
whereas obligating norms is normative commitment. Nevertheless, organisation's willingness to
retain key members by providing them sufficient organizational support develops continuance
commitment among employees that keep them to remain associated with same organisation.

Jans (1989) further explore the organizational commitment's concept by stating that perceiving,
internalization, and acceptance in specific way serving as foundation towards goals and values of
firm. These dimensions of commitment are evident in organisation in shape of (1) affective
commitment; employee considering mission and goals of organisation as own mission and goals,
(2) normative commitment; considering firm's policies and practices are obligated by viewing it
as norms, (3) continuance commitment; individual considering internal strong desire to continue
working with same organisation (Robbins & Coulter, 2003; Jans 1989; Hunt and Morgan, 1994;
and Mowday et al., 1982).
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Affective commitment is prevailing in employees when they consider organizational goals and
objectives as their own ones (Buchanan, 1974). Wiener (1982) states that, when individuals feel
by their own or through existing organizational culture that obligating aims and objectives of the
organisation are norms, it is said to be normative commitment. The last dimension of
organizational commitment, continuance commitment is defined by Kanter (1968) as "cost-
benefit" advancement where quitting organisation is considered as cost while staying in the firm
is viewed as benefit by the employees.

In textile industry, affective commitment is noted when employees take pride in firm's working
pattern by considering organizational targets and missions as own target and mission by voluntary
ground. Completing assigned tasks without delaying it as employees considering it as their
obligation will be normative commitment whereas personal desire of an employee to remain
associated with the same organisation is continuance commitment. In addition to that, in
educational sector, organizational commitment of teaching staff will be as (1) affective
commitment - valuing the objectives and goals of university as own goal and accepting it willingly,
(2) normative commitment - comprehensively and promptly doing assigned tasks with eagerness
while (3) continuance commitment - strong willingness to retain position and membership and be
affiliated with respective university.

All three distinctive antecedents of organizational commitment are linked with different variables
in organizational setting in different ways (cited from Angle and Perry, 1981; Mathieu and Zajac,
1990; and Steers, 1997). The study of Steers (1977) revealed that there is positive linkage between
commitment and attendance. In educational sector, employee organizational commitment is
directly influenced by employees' actual performance (Mathieu and Zajac, 1990). Nonetheless, in
terms of organizational values, organizational commitment is clearer among teaching staff faculty
(Ryes and Pounder, 1993). The empirical descriptive research of Malik et al., (2010) found that
positive and strong organizational commitment leads to create job satisfaction among workforce
in educational sector. In other words, all three antecedents of organizational commitment;
affective, normative, and continuance commitment respectively are evident in the educational
sector.

Nevertheless, positive relationship between continuance commitment and job satisfaction along
with affective commitment and job satisfaction among employees working in the banking sector
(Madi el al., 2012). However, same study found that job satisfaction has a weak linkage with
normative commitment. In addition to that, same study found that, job satisfaction is highly
associated with affective commitment. In the same way, proper and correct organizational support
system provided by management enable employees to perform better by demonstrating
organizational commitment's high level in banking sector (Hassan et al., 2013).

In the Information technology industry, employees' performances are more strongly influenced by
means of non-financial monetary rewards (Tan and Lau, 2012). Hence, non-financial reward leads
to increase commitment and job satisfaction in I.T sector. Conversely, Halepota and Irani (2010)
found that continuance commitment among healthcare private sector is substantially low whereas
normative and affective commitment is significantly high due to high organizational support.
Furthermore, same study revealed that, in contrast to private healthcare sector, public healthcare
sector has low organizational support as there is less job training, recognition, rewards, and
procedural justice thus affective as well normative commitment is low while high continuance
commitment prevails. To certain extent these three antecedents of organizational commitment;
affective commitment, normative commitment, and continuance commitment have direct and
positive linkage with POS in hospitality sector (cited from Hemdi, 2009).

The study of Hemdi (2009) conducted in public and private healthcare sector found that
organizational support has strong significant linkage with continuance commitment and weak
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relation with affective commitment and normative commitment in public sector whereas in private
sector, affective commitment and normative commitment has significant association with
organizational support and continuance on other hand has less linkage with it. Further investigation
revealed that in hospitality sector, POS is directly linked with all three dimensions of
organizational commitment whereas dimensions of OC are linked with JS directly as evident in
I.T industry but only because of non-financial reward system.

Perceived Organizational Support (POS) and Affective commitment (AC)

"A psychological bondage between employees and their respective organisation is regarded as
organizational commitment” (cited from Allen and Meyer, 1990). Moreover, same study has
explored the three distinctive antecedents of organizational commitment namely, affective,
normative, and continuance commitment respectively. "Affective commitment is emotional
connection of a person towards organisation as employee like to be affiliated with same firm"
(cited from Allen and Meyer, 1990). In addition to that, this type of commitment shows that
individual has a real personal desire to remain associated with organisation. Eisenberger et al.,
(1986) in the context of social exchange theory found that high level of POS leads to form strong
affective commitment among employees to work and represent their respective firms in every
possible manner.

In petrochemical industry, employees' affective commitment is significantly increased by
perceived organizational support (Gukol et al., 2012). Similarly, in engineering firms, employees
having perceived organizational support demonstrated a strong and keen desire to be affiliated with
their respective firms (Porter et al., 1974). Furthermore, in dairy business, it is evident that
individuals having firm believed in organizational support program have strong emotional
attachment with their firms (Driscoll and Randal, 1999). In addition to that, Eisenberger et al.,
(2001) found that AC and POS linkage is positively and directly developed when social
identification is established with firm. Thus, above evidence suggest that in different sectors, AC
has significantly positive and direct relationship with POS.

Perceived organizational support (POS) and Normative commitment (NC)

Normative commitment is feelings and believes of individuals to perform their tasks as obligation
and consider the ongoing practices of organisation as accepted norms (Bolon, 1993). On the other
hand, Weiner (1982) states that, "normative commitment is a commitment that that makes
individual loyal towards organisation as employees prefer loyalty over other things and thus stays
with same organisation". In addition to that, "normative commitment is a feeling of obligation"
(cited from Meyer and Allen, 1991). This reflects that individual in different organizational settings
when exhibit obligatory feelings towards organisation, it is normative commitment. In addition to
that, Wiener (1982) stated that employees consider it as a moral obligation to have strong
commitment towards organisation as this normative commitment is developed from the practicing
norms prevailing in societies including ritual bondage with family, religion, marriage, etc. Since
these different bondages are linked with people coming in organisation is also part of society
therefore normative commitment emerges in the organisation.

Hence, norms prevailing in the society leads to create a correlation between perceived normative
commitments (NC). Differently, it can be stated that, returns are given by individuals who induce
as social exchange behaviour. Thus, individuals react as per they have experienced undertaken
during their respective act. To explain it with example, it can be said that, when organisation fairly
treats its employees, in return employees show their solid commitment to remain obligatory
towards willingly fulfilling organizational needs and demands. The nature of such feelings is
merely obligatory to large extent as when an individual feel or perceive that he is being treated in
good and fair manner by his respective organisation, he/she tends to return favour by showing
his/her devotion towards organisation. As per Haque and Yamoah (2014), normative commitment
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is more of feeling developed among workers as indebt of organisation and must return the favour
by being obviously obligatory. Sometimes, while demonstrating strong normative commitment,
individuals usually, forgets about ethical or unethical/ right or wrong commands as they just want
to return the favour back to the organisation.

However, there is limited literature available regarding normative commitment, but Meyer and
Allen (1997) have considered it as important antecedent of organizational commitment. The study
of Haque and Yamoah (2014) showed that in I.T sector, female employees have high normative
commitment in comparison to male employees. The study of Meyer and Allen (1997) found that
this commitment is more closely linked with POS as strong inner belief of employees further
engages them to work for the organisation under psychological contract. The study of LaMastro
(1999) found that employees in the educational sector having strong professional commitment are
due to having strong normative commitment. In addition to that, study also found that
organizational support program has a vital role in making employees obliged as teachers under the
feeling that there is strong organizational support system in the institution are morally satisfied and
thus show strong devotion towards their respective organisation.

In the telecommunication, pharmaceutical, chemical, insurance, and banking sector, POS and
normative commitment has strong positive correlation (cited from Ucar and Ukten, 2010).
However, in the financial sector, Meyer et al., (2002) found that though there is no strong
significant relationship between POS and normative commitment, but still normative commitment
enables employees to achieve organizational objectives. Same study found that affective and
continuance commitment is more significantly linked with POS in comparison to NC. However,
in public sector, Ahmed and Yekta (2010) empirical study showed that job satisfaction and
employees' performances are not being significantly affected by normative commitment.
Furthermore, there has been no strong evidence to show a correlation between POS and NC.

Perceived organizational support (POS) and Continuance commitment (CC)

Allen and Meyer (1997) state that the third attribute of organizational commitment is continuance
commitment (CC) which reflects that the strong desire and willingness of employee to work and
remain associated with same organisation. This reflects that when an employee has strong desire
to work with organisation as to be their long-term non-transferable' investment, it is continuance
commitment. "Non-transferable investment includes retirement and long-lasting relationship with
peers and other individuals within the organisation" (cited from Reichers, 1985). In addition to
that, Allen and Meyer (1997) further explore the continuance commitment by identifying its key
attribute of continuance commitment that employees find it difficult to quite their respective
organisations. Continuance commitment (CC) has two main attributes namely, (a) alternative, and
(b) investments.

The study of Fredrick et al, (2010) strongly suggests that organizational support is main
determinant behind high level of continuance commitment. Moreover, increased continuance
commitment is also result of prevailing organizational culture. In addition to that, study also found
that if employees do not have affective commitment (AC) leading to develop continuance
commitment (CC), there is high tendency of leaving the organisation. Perry (1997) and Allen and
Meyer (1997) in their respective study found that within private sectors low level of continuance
commitment is evident in comparison to public sector that experience high continuance
commitment. Moreover, the reason behind high continuance commitment among workforce in
public sector is credited to job security (cited from Lio, 1995).

On the other hand, AC and CC are more prominent in comparison to NC in banking sector among
workforce whereas in IT sector, JS is result of non-financial rewards. This reflects that JS among
employees enhance due to strong organizational support when employees find their NC strong
significantly linked with organizational support system. Interesting findings are evident in public
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healthcare industry; employees demonstrate high level of normative commitment and affective
commitment whereas low level of continuance commitment is evident. Moreover, in
pharmaceutical, telecommunication, banking, and insurance sector, normative commitment (NC)
is linked in significant and positive manner with perceived organizational support system.
Conversely, AC and CC are strongly associated with POS in significantly positive manner whereas
NC is not evident strongly among workforces. In addition to that, some empirical research
concluded that there is no correlation between normative commitment and perceived
organizational support. Moreover, some studies showed that Job satisfaction (JS) is not a driving
force behind normative commitment (NC).

In addition to that, affective commitment (AC), normative commitment (NC), and continuance
commitment (CC) are the major three attributes of organizational commitment (OC) respectively.
Although, these antecedents have been explored by various types of research in their respective
research field's dimension but organizational commitment in the present study needs to be explored
in hospitality and tourism sector in depth. Thus, Bartlett and Kang (2004) proposed definition of
organizational commitment is considered in present study as it states that, it is an attachment of
psychological nature that varies from employees to employees in different sectors but strongly
indicate a bondage between employees and their respective workplace. Therefore, it can be stated
that OC influences employees' performance in different sectors. In public educational sector, OC
brings job satisfaction among workforce when workers find organizational support program.
Conversely, job satisfaction brings organizational commitment (cited from Eisenberger et al.,
1985). In addition to that, some research considers organizational commitment produce job
satisfaction.

3. Research Methodology

“A sequential procedure of research is conducted in order to investigate the research problem”
(Sekaran and Bougie, 2010, P. 05). The procedure is primarily methodical and step-by-step.
Furthermore, the procedure is perceived as a thought-provoking approach that empowers the
researcher to streamline, pursue, validate, and investigate new and innovative dimensions.
According to Cresswell, (2007), “in order to augment the research's rationality, it becomes
fundamental to implement or embrace a particular research methodology. The current chapter is
segmented into two fragments (a) research and (b) methodology ™.

A research methodology recognized as “research onion” was developed by Saunders et al (2003).
According to the below given Figure 1, the comprehensive method of the research process is
elaborated through numerous layers of onion, consisting of, research philosophy, charted by
research approaches, followed by research strategies, choices, time frame, and data collection. The
process differs according to the research type and its requirements however, the various layers
assist the researcher explore the actual problem.
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Figure: 1 Saunders et al., (2009) The research-onion.
Research Philosophy:

The outermost layer of the research onion’s consisting of research philosophy. This includes three
distinctive types of research philosophies such as, (a) Interpretivism, (b) Positivism, and (c¢) post-
positivism correspondingly. Individually, the research philosophy is founded on the development
and validation of knowledge. The philosophy is like the positivism philosophy; however, it takes
in additional realistic attitude due to the integration of both quantitative and qualitative data
attainment techniques. The wide experiences, that are subjective of the world's impartial
knowledge is considered by such philosophy (Eriksson and Kovalainen, 2008). Since, the current
research is exploring the impact of the organizational support systems on employees' performance
thus, the researcher has initiated the approach of "post-positivism' philosophy in order to explore
research variables.

As defined by Sekaran and Bougie (2010), the two important categories of the research are basic
research and applied research. The applied research category is founded on unique and new
problems whereas; in contrast the basic research plays a role in enhancement of the knowledge.
Though, there had been an argument by UAO (2010), the two research categories consist of the
theoretical and practical research. Europe (2009), provided highly conclusive description,
indicating four categories of research (a) quantitative research, (b) advocacy, (c) qualitative
research, and (d) pragmatic/mixed method. Consequently, in current research the mixed method is
assumed for both aspects, qualitative and quantitative aspects. Quantitative analysis as well as
qualitative analysis are used in different social science studies often to gain in-depth understanding
of the phenomenon (Faizan & Haque, 2015; Faizan & Haque, 2016; Faizan & Haque, 2019; Faizan
et al. 2018; Faizan et al. 2019; Gusakov et al. 2020; Haque, 2012; Haque & Aston, 2016; Haque
et al. 2016; Haque et al. 2018; Haque et al. 2020; Haque, Aydin & Uysal, 2017; Haque et al. 2017;
Haque et al. 2015; Haque, Kot & Imran, 2019; Haque, Nair & Kucukaltan, 2019; Haque & Oino,
2019; Haque, Sher & Urbanski, 2020; Haque & Yamoah, 2014; Imran et al. 2018; Imran, Hameed
& Haque, 2018; Imran, Haque & Rebilas, 2018; Javed et al. 2018a; Javed et al. 2018b; Kot et al.
2019a; Kot et al. 2019b; Kot et al. 2020; Slusarczyk etal. 2019; Slusarczyk et al. 2020; U-Hameed
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et al. 2018; Urbanski & Haque 2020; Urbanski, Haque & Oino, 2018).

The second layer of the research onion is the research approach. The two distinguishing approaches
are Inductive and deductive approaches (Saunders et al., 2009). Moreover, the commencement of
research begins with the research problem and proceed to attaining relevant information for the
purpose of the exploring research variables. On the contrary, deductive approach comprises of
hypothesis (or hypotheses) development and theory (Robson, 1993). In deductive approach the
researcher arrives at the conclusion through the extraction of data and analyses. "Nevertheless,
deductive technique does not reflect the human interpretation while instituting a connection amid
research variables throughout the cause-effect establishment” (Saunders et al., 2003).

Subsequently through deliberate consideration of both; inductive and deductive approaches, for
the current research study, researcher decided to use the 'Hypothetico-Inductive-Deductive Model'.
According to Sekaran and Bougie (2010), hypothetico-inductive-deductive model is appropriate
for research conducted to investigate multivariate dimensions by implementing mixed method.
Since the aim of the current research is to explore multivariate dimensions and is using post-
positivism philosophy, consequently, for current research the use of mixed method is highly
appropriate. Due to the time constraint to complete the current research thus, the approach aids the
research purpose to be concluded in given timeframe. Commencing with the literature extraction,
followed by literature, proceeded to data collection, all is conducted is a consecutive process. The
current research has initiated surveys and professional which in itself are highly consuming activity
consequently utilized method is the hypothetico-inductive-deductive model.

"Some of the prominent designs that a researcher can utilize when conducting a research are
Historical research design, Descriptive, Case and Field design, co-relational research design,
developmental research design and ex post fecto design” (Carroll, 2013). However, Sekaran and
Bougie (2010), presented highly detailed argument that a researchers, for the purpose of the
investigating research problem, utilize longitudinal and cross-sectional design. For present
research study, due to the time limitation, cross sectional design is utilized. There is a need for
additional time in longitudinal design, however, the design model is highly in-depth. Nonetheless,
researcher has selected cross sectional design for the current study as it meets the research purpose
by providing precise foundation for the attainment of the research objectives in short time frame.

Two distinguishing categories of sampling techniques are probability and non-probability
sampling technique (Sekaran and Bougie, 2010). As per Brown (2006) the sampling techniques
merits comprise of accuracy in achieving findings, cost effectiveness, effective and immediate
flow of primary investigation, data type, and size is conveniently managed. According to Gingery
(2009), “a foremost variance amid probability and non-probability technique is probability
sampling ability to provide equal chance to each and every individual whereas, in contrast non-
probability lack an ability to consider all individuals. Below sampling technique is explained in
further details. Figure 2.
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Figure: 2 Source: Hair et al., (2007) Sampling techniques.

Since the current research is associated with the social and behavioral sciences thus, the
significance of the freedom for expression is viewed as critical. In current research study
'nonprobability sampling' method is utilized. Though, the technique of systematic sampling
(probability sampling), could have been suitable in accomplishing precise findings nonetheless
researcher chose the convenience sampling due to its cost-effectiveness, ease and carrying greater
generalizability.

As per Saunders et al., (2003) the overall approach of a researcher consists of interviews and
questionnaire (data collection approaches) and data analysis technique. The data collection is
attained through subsequent and kind of research strategy. The foremost objective of following a
particular kind of research strategy is to ensure researcher is assisted by providing platform to
discover the answers to research problems. Since each and every research experience various
limitation for instance, social, economic, ethical issues, and time restraints therefore, the approach
of data collection approach is utilized by choosing research strategy. The current research study’s
strategy consists of both inductive and deductive method hence, 'inductive-deductive' strategy.

According to Tashakori and Teddlie (2003), the arrangement of non-numeric (qualitative) and
numeric (quantitative) data is a mix method. Therefore, quantitative research can be expressed
numerically and can be quantified however, there is no numerical expressions for qualitative
research as it consists of opinions, feelings, and experiences. Mix research technique serves
various objective by providing both aspects; qualitative and quantitative. Once the decision on
research instrument was made by the researcher, the subsequent step was the data collection
procedure’s execution. Researcher ensured that there is no negligence data collection process and
have the process conducted in a complete manner. Since, the UK employment law requires
employees, including the hospitality sector, to be in age bracket of above 18 years therefore, the
age criteria were between the age of 18 to 50. The target audience selection in current research
ensured the research procedure flow in a precise manner. The subsequent step contains data
extraction of sources (from both primary and secondary) sources.

In the present research a sampling technique of 'Convenient' sampling, from the non-probability
sampling is applied as currently in Ramada Heathrow 45 employees are employed. The current
study’s sample set is 28 employees. The objective of selecting 28 respondents as it institutes 62%
of the populace. Furthermore, from management only 6 individuals were accessible to arrange
interview. In addition, the reason for selecting 28 respondents for the current study as it constitutes
62% of the population, introducing the aspect of the generalizability which was viewed by the
researcher for the current research. Furthermore, these respondents agreed to take part in the study.
Furthermore, the research was enabled to conduct interviews with the respondents through
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convenience sampling. On the basis of the convenience sampling, with six Individuals (from
management) semi structured interviews were conducted.

According to Waliman (2001), “vital tool for the research is research instruments as it assist in
exploring research variables”. The vital aspect is the selection of an appropriate tool due to its
ability to assist the researcher to investigate in desired manner. For current research, survey
questionnaire along with the in-depth interviews has been utilized by the research; both these
instruments are two distinctive research instruments. The researcher himself designed a survey
questionnaire, which is semi-structured matrix and consist of close ended questions. Additionally,
it is segmented into two sections: (a) demographic explanation and (b) actual fragment.
Demographic explanation consists of questions associated with age, gender, and total number of
experiential years. The second fragment of questionnaire consists of 12 questions interconnected
to AC, CC, NC, OSP, JS and POS correspondingly. It is constructed on the LIKERT scale
(1=strongly agree and where 5=strongly disagree). The responses are measured using the ordinal
scale in form of the frequencies. Researcher has personally circulated survey questionnaire inside
the hotel.

Second research instrument utilized by the researcher is open ended and semi-structured interviews
with the hotel employees and professionals. The objective is to comprise the respondent’s open
responses to ensure the qualitative aspect is attained as well connected to the research variables.
All these interviews are coordinated and administered directly. From July 26 to July 31 at various
intervals and time periods Interviews were conducted. On average, Interviews consisted of 10
questions whereas the duration of each interview was roughly 4 to 8 minutes. Additionally, the
interviews were conducted through following 'snow-ball' technique. Researcher has directly
chosen the interviews and survey questionnaire due to the researcher’s feasibility to go in person
and communicate directly with the participants. This enhances the aspect of reliability and
flexibility.

In order to ensure that both interview questions as well as survey questionnaire are understood by
the research participants, Pilot test is conducted. Hence, indiscriminately 4 employees were
randomly asked to take part in the pilot study. Moreover, hospitality field’s experts were personally
approached by the researcher in London, Dhaka, Karachi and Delhi. Interview questions were
deliberated, and the decision was taken to include snow-ball method in interview questions.

According to Sekaran and Bougie (2010), “the data attained by the researcher from main sources,
when researcher has direct access to the data is viewed as primary data collection.” As per Kumar,
2009, “In primary data, there are minimal chances of error and data manipulation”. As previously
mentioned, “'interviews' and 'survey questionnaire' are investigation instruments applied for the
purpose of primary data collection. Though primary data is expensive nonetheless, the researcher
utilized instruments that are both cost-efficient and effective. Another essential element for
research is the secondary source as it assists in becoming a foundation for the research to form a
literature review. Additionally, the secondary sources assist the study in the background to attain
all the relevant information. As per Sekaran and Bougie (2010), “researcher avails secondary data
through an indirect mode”. Though at times it is simple to retrieve however, there is a debate
regarding the data’s credibility. However, the secondary data’s significance, at any cost, cannot be
disregarded. For this reason, the researcher has utilized dependable secondary sources to include
in the current study. In combination with the research problem, company's financial reports and
official website recovered from articles, books and international journals. In the current study,
secondary sources utilized are primarily for literature.

Due to the sample size being below 30, hence, to analyse the data t-test is taken in consideration.
The sample test provided normal distribution as well as equivalent chance of selection for every
respondent. Furthermore, as stated by Saliowsky (2005), a vital statistical tool is t-test for
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establishing a relationship between independent and dependent variables. For response
measurement, ordinal scale is utilized. MS Office 2010 is used for the quantitative data analysis,
incorporated in the package below the technique of frequency percentages and distributions.
Results are compared and analysed with past empirical research. Bar Charts are used to present
the Data.

Research ethics are the most significant reflection as researcher cannot make any compromise on
the ethics. The research purpose is advised to all the research participants along with the assurance
of the name, identity and data confidentiality with the assurance that data and names are solely
used for the academic purpose in the current research. The company has been also briefed
regarding the academic purpose of the survey questionnaire and research. Moreover, the survey
questionnaire was circulated among the respondents after attaining approval from the Ramada
Heathrow's management (see Appendix III).

4. Findings and Analysis

Critical Analysis of Survey Questionnaire
Part A: Demographic Section
Gender

39%

m Male
61%
B Female

Male 17

Female 11

The researcher through research instrument wanted to explore demographic attributes in present
study therefore considered various variables including gender, age, education, and experience in
hospitality sector. Researcher found in gender analysis majority of the respondents is male because
it formed 61% while female representation is only 39%. Therefore, in present study male
employees are in majority in comparison to female employees.

Age
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7% 3%
W 18-26
43%
29% m27-34

18% 35-42
m43-51
M 52 or Above

18-26 12

27-34 5

35-42 8

43-51 2

52 or above 1

In this study, majority of the respondents are in the age bracket between 18-26 years because this
age bracket has 43% representation. 29% employees working in this hotel are in the age bracket
of 35-42. Those lying in 27-34 age brackets have 18% representation in present sample size. 7%
is in between the age of 43-to-51. Whereas equal to or above 52 is only 3%. This means that
majority of participants in this research investigation are young.

Education
14% e % B Primary schooling
299 m Higher Secondary College
Graduation
39% B Masters
m Diploma
Primary schooling 3
Higher Secondary College 8
Graduation 11
Masters 4
Diploma 2

Majority of participants in present study has graduation level education because it constitutes 39%
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of the sample set. Moreover, employees with higher secondary education are second in list with
29%. Followed by master level degree, which is 14%. Employees with primary education are 11%
whereas diploma holders only formed 7%. Hence, most of present study's sample is well qualified
as graduation is stand out in the table.

Total Year of Experience in Hotel line

7%
14% ° 18% M Less than 1 year
W 2-4 years
29% 32% 5-6 years
| 7-8 years
9 or Above

Less than 1 year 5
2-4 years 9
5-6 years 8
7-8 years 4
9 or above 2

In this research study, the large number of participants has 2-4 years as it is 32% which means
almost 1/3 of entire sample size. After that, employees with 5-6 years’ experience are part of survey
as it 1s 29% respectively. Participants with less than one year experience constitute 18% whereas
14% is formed by employees with 7-8 years’ experience. Furthermore, those employees having 9
or above experience formed only 7%. Thus, 2-6 years’ experience employees altogether formed
large part of sample size (61%).
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Question 1: Do you think organisation's problems are your problems?

0,
7% 21%
18% m Strongly Agree
W Agree
7%
Neutral
47% B Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
6 13 5 2 5

The researcher asked sample size about their opinion regarding organizational problems and their
attitude towards these problems. Findings revealed that majority (68%) agreed that they view
organisation's problem as their own problems while those who contrastingly differed from them
formed (25%). Moreover, the undecided portion of sample size is only 7%. These findings strongly
reflect that most of employees feel that organisation's problems are important for them as their
own problems.

Question 2: Do you require a break during work?

7% 14%
()
14% W Strongly Agree
11% W Agree
Neutral
54% W Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
4 15 3 4 2
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The large part of selected sample size (68%) felt that break is necessary for them during their
respective assigned tasks. On the other hand, 21% replied in negative whereas 11% were found to
be neutral. This showed that majority of employees require break during work.

Question 3: Would you prefer to continue with this hotel because of organizational support you
receive?

0,
14% 25%
11% H Strongly Agree
W Agree

Neutral
21%

29% B Disagree

Strongly Disagree

Strongly agree Agree Neutral Disagree Strongly disagree
7 8 6 3 4

In order to find that how employees feel regarding their present organizational support program
especially the support they receive does make their mind to pursue with same hotel in future and
data findings showed that 54% agreed to it while 25% disagreed. Unsure portion of sample formed
21%. This means that more than half (50%) of employees feel they will continue with same hotel
in future.

Question 4: Do you feel strong sense of attachment toward your hotel?

3% 4%
11%
21% M Strongly Agree
W Agree
Neutral
61% H Disagree

Strongly Disagree
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Strongly agree

Agree

Neutral

Disagree

Strongly disagree

3

17

6

1

1

The respondents were asked about how much attachment they felt towards hotel Ramada
Heathrow. The findings showed that 72% responded in positive manner while those who differ to
it were only 7%. In addition to that, 21% were neutral in response to this question. Hence, majority
felt strong sense of attachment towards hotel.

Question 5: Do you think that present organizational support program is helpful in shaping
your career?

3% 18% 20% B Strongly Agree
(o]

11% M Agree
()

Neutral
29% M Disagree

Strongly Disagree

Strongly agree Neutral

11 8 3 1 5

Agree Disagree Strongly disagree

The selected sample size was asked about their respective opinion about the role of current
organizational support program (OSP) in the hotel Ramada Heathrow in shaping their career
prospects and results revealed that majority (68%) responded in agreement whereas 21% replied
in disagreement. The unsure part of sample size is only 11%. Thus, it shows that most of employees
feel that they OSP is effective in shaping their respective careers.

Question 6: Do you feel that your strong emotional attachment towards hotel is due to
organizational support program?

25% 14% m Strongly Agree
18% W Agree
11% Neutral
32% B Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
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The researcher attempted to explore the dimension of organizational support program at Ramada
Heathrow by asking about emotional attachment of employees with the hotel and interestingly,
36% replied in negative while those responded in positive and undecided ones each formed 32%
respectively. Therefore, this sample size's majority does not feel that emotional attachment toward
hotel is product of present organizational support program.

Question 7: Do you think that before everything job loyalty comes as a moral obligation?

11%
18% B Strongly Agree
28% B Agree
25% Neutral
18% M Disagree

Strongly Disagree

Strongly agree Agree Neutral Disagree Strongly disagree
3 8 5 7 5

The data showed that only 39% of sample size in this investigation feels that the loyalty towards
job is due to moral obligation. On the other hand, 43% opposed this notion whereas who were
unsure about it constitutes 18%. This shows that majority of participants in this study do not feel
that job loyalty is product of moral obligations.

Question 8: Do you think present job you are doing because it is your need as well desire?

14% 25% B Strongly Agree
21% W Agree
Neutral
11% 29% B Disagree

Strongly Disagree

Strongly agree Agree Neutral Disagree Strongly disagree
7 8 3 6 4

In present investigation, researcher found that 54% of sample size is doing the present job as a
result of their need and desire to work in this hotel. Those who thought different to it were 35%
while neutral respondents were 11% only. This reflects that large portion to sample size is working
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on organisation as combination of desire and needs.

Question 9: Do you think that in hospitality sector, nowadays job loyalty is often practiced?

7%
m Strongly Agree
22%
18% W Agree
14% Neutral
39%
B Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
2 5 4 11 6

The participants of research study were asked about their opinion in regard to job loyalty is a
common practice in hospitality sector and data shows that only 25% feel that this practice is
common inside hospitality sector whereas majority of participants 61% disagreed to it. Neutral
respondents formed only 14%. Hence, in this study, majority of sample size feel that loyalty
towards job and organisation is not often practiced by employees in hospitality sector.

Question 10: Do you think that you are learning about new technology due to organizational
support program?

18% 21%
W Strongly Agree
7%
W Agree
18% Neutral
36% B Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
6 10 5 2 5

Respondents' views regarding organizational support program role in helping them learn about
new technology. Interestingly, 18% were neutral about it. Those who opposed it formed 25% while
remaining 57% were positive amount OSP role towards new technology's learning. Thus, to some
extent new technology has a part to offer in learning about new advanced technologies.
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Question 11: Do you think that your organizational commitment is driven from present support

program (Compensation, appraisal, promotion, performance, and incentives).

4%

14%

7%

21%

54%

H Strongly Agree
W Agree

Neutral
M Disagree

Strongly Disagree

Strongly agree

Agree

Neutral

Disagree

Strongly disagree

6

15

4

2

Many participants (75%) stated that organizational commitment is resultant of organizational
support program whereas 21% responded in negative. Those who decided to remain neutral were
only 4%. Here it was mentioned for participants to know that organizational support program
includes items like compensation, incentives, training, etc. Hence, aforementioned statistics
revealed that organizational commitment of employees working at Rama Heathrow hotel is
product of organizational support program.

Question 12: Do you think that existing organizational support program is or will be helpful in
your next promotion?

21% 25% B Strongly Agree

M Agree

18% Neutral

32% .
M Disagree

Strongly Disagree
4% gly g

Strongly agree Neutral

7 9 1 5 6

Agree Disagree Strongly disagree

The respondents were asked about their views regarding organizational support program (OSP)
being helpful in present or due promotion and results showed that 57% showed their agreement
whereas 39% opposed it. Those who remain neutral were only 4%. Therefore, no strong evidence
but still more than 50% of sample set feel promotion is and can be gained by presence of
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organizational support program.

Question 13: Do you think there is a connection between Organizational Support Program and
Job Satisfaction?

11%

9% B Strongly Agree
0,
14% B Agree
3%
Neutral

43% B Disagree

Strongly Disagree

Strongly agree Agree Neutral Disagree Strongly disagree
8 12 1 4 3

The researcher found from data that 72% of participants believed that there is a strong association
between organizational support program and job satisfaction. Moreover, those who did not found
any correlation between OSP and JS constitute 25% whereas only 3% remained neutral.

Question 14: Do you think that at Hotel Ramada Heathrow, there is strong connection between
organizational commitment and organizational support program?

4%
0,
14% m Strongly Agree
21%
11% W Agree
Neutral
50% _
M Disagree
Strongly Disagree
Strongly agree Agree Neutral Disagree Strongly disagree
6 14 3 4 1

The above data and chart revealed that overall 71% (majority) agreed to some extent that there is
strong connection between research variables (organizational commitment and organizational
support program) respectively. On the other hand, only 18% disagreed to it whereas 11% remain
neutral to this correlation.

Analysis of Interview Findings
In this interview, researcher found that there are 67% participants male whereas remaining 33%
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are female respondents. Moreover, ages of participants were 33% (18-24), 33% (25-31), 16.6%
(33-39), and 16.6% (40-46) respectively. In addition to that, 83% were undergraduate while 17%
postgraduate.

In interview, participants were asked about organizational support program's role in increasing job
responsibilities and reward in future. 4/6 participants said "yes" while remaining 2 responded in
negative. Thus, majority (67%) feel that in future rewards as well job responsibilities will enhance
due to organizational support program. Moreover, to measure hotel's effectiveness in responding
to complaints from internal customers participants had mixed responses as 2 participants (33%)
stated that sometimes it is immediately acknowledged while sometimes it takes a while. 1 (17%)
stated that not very often, whereas as remaining 3 (50%) said promptly. Thus, based on majority it
can be said that mostly complaints are responded in timely manner. In response to find role of
organizational support system in improving their organizational support, 83% agreed to it whereas
only 17% disagreed to it. Those who disagreed to it stated that internal motivation played more
important role than current organizational support system (Appendix III). Majorities take
regarding it was that one way or the other organizational support system helps them to be
committed to their jobs.

In response to evaluate functioning of present organizational support system, 50% (3/6) responded
that only minor efforts shown by organisation in praising their performances whereas remaining
50% (3/6) said their good efforts are always appreciated. Therefore, it is not very clear from these
responses to conclude alone from these findings that the effectiveness of organizational support
program. Furthermore, the majority (83%) 5/6 stated that hotel do take care about their general
satisfaction whereas only 17% disagreed to it. Therefore, majority feels that organisation takes a
good care of employees' general satisfaction. 17% disagreed to it, feeling that it is annoying to
work without directions, 33% said at times it is good but not always whereas 50% find it very
constructive as it gives them to be creative, authoritative, and more responsible. This means that
organizational commitment of employees at Ramada Heathrow East hotel is when they have
liberty to work by their own.

To investigate the role of organizational support program in identification of career objectives,
researcher found that 67% (4/6) agreed yes to it, 16.6% respondent replied in negative whereas
16.6% remained undecided. Thus, considering majority responses, at Ramada Heathrow East OSP
is playing constructive role for employees in identifying their career objectives. Moreover, 17%
felt that perceived was more than actual experience, 50% felt actual experience was more than
perceived whereas 33% felt that what they had perceived it matched the actual. In other words,
50% (Actual > Perceived), 17% (Actual < Perceived), and 33% (Actual = Perceived). From these
analyses it can be stated that at Ramada Heathrow East, OSP is working efficiently to for employee
management. Furthermore, the respondents were asked about inability of hotel's management to
address and appreciate best efforts exhibited by employees and results showed that, 33.33% agreed
to it and 33.33% disagreed to the notion whereas remaining 33.33% remain undecided about it.
Hence, there is no conclusive evidence generated from these responses. However, it can be said in
generalized aspect that it depends on person to person how he/she takes the management's
behaviour when he/she demonstrate his/her best efforts.

The researcher asked about hotel's efforts in recognizing and taking pride in employees' good
performance and findings showed that, 67% felt that organisation do appreciate when they achieve
their goals while 16.6% felt that no pride is taken instead hotel give impression that it is due to
their efforts. Moreover, 16.6% remained neutral by neither stating nor sharing any information in
this regard. Hence, majority feel that hotel do take pride in their achievements and give them due
credit. In addition to that, participants were asked about role of organizational support system in
developing job-related skills. The findings revealed that 83% disagreed to it whereas remaining
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17% was not sure about it. Interestingly there was no individual who agreed to it. Therefore, in
Ramada Heathrow East organizational support has played positive role in creating job related
skills.

In relation to evaluate the present good performance of employees with current organizational
support system participants responded as 67% responded in positive whereas 33% replied in
negative. Based on majority, the organizational support program at Ramada Heathrow East is
considered to be a reason behind exhibition of good performances. Moreover, to measure how
much hotel value its employees' contributions, the results showed that majority 67% agreed, 16.6%
disagreed whereas 16.6% remained neutral. This showed that majority feels that hotel management
value their contributions. They are appreciated by management. On the other hand, 16.6% replied
in negative stated that hotel has not once appreciated his contribution in oral or written (Appendix
IIT). However, large number of respondents suggest hotel do value their contributions.

T-test to measure the correlation between research variables, (organizational support program
and organizational commitment)

Ho: "There exist strong positive correlation between organizational support program and
organizational commitment”.

H1: "There exist no strong positive correlation between organizational support program and
organizational commitment”.

To measure the correlation between research variables, organizational commitment (dependent
variable) and organizational support program (independent variable), researcher used the Data
Analysis from Excel by considering question 14 where each observation is considered to measure
organizational support and organizational commitment respectively. Since the total number of
observation (participants) in research is below 30 therefore t-test is considered. Moreover,
researcher considered two-tail test with unequal values so that exact correlation between research
variables can be explored.

Organizational Organizational
Support program Commitment
Mean 2.321429 2.285714
Variance 1.411376 1.174603
Observations 5 5
Pearson Correlation 0.906885
Hypothesized Mean Difference 0
Df 3
t Stat 0.117519
P(T<=t) one-tail 0.453442
t Critical one-tail 1.673565
P(T<=t) two-tail 0.128453 0.05

The confidence level for this t-test is considered 95% with 0.05 is alpha value. Mean for
organizational commitment is 2.28 whereas for organizational support program is 2.32. As evident
in the auto-generated test, the correlation between organizational commitment and organizational
support program at Hotel Ramada Heathrow has been significantly strong because Pearson
correlation value is 0.906885. As in statistics, when the value is nearer to 1, it is considered strong
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positive relation whereas near to -1 means significantly weak correlation. A value lying near 0.5 is
said to have moderate relation. In this study, the correlation between research variables is
significantly strong. In addition to that, P-Value for this test is 0.128453 whereas alpha value is
0.05. When P-value is greater than alpha then we do not reject null hypothesis.

P-value = 1.28453

Alpha () = 0.05

P-value > Alpha ()

1.28453 > 0.05

Thus, we do not reject null hypothesis.

The Pearson correlation value is 0.906885 which means there is strong positive and significant
relation between organizational commitment and organizational support system.

The findings from interview and survey are considered to answer research questions. Most
participants (68%) considered the problems of hotel as their own problems therefore it shows that
organizational commitment's attribute, "Continuance Commitment" (CC) is high among
employees. Moreover, it is evident that the sample size comprises of young workforce as (43%)
lies in 18-26 age group. In addition to that 50% of participants are having either less than one year
experience or 2-4 years so this clearly indicates enthusiasm in fresh employees. Therefore, present
study supports the notion of Fredrick et al., (2010) that CC among workforces enable them to view
organizational problems and issues as their own.

In this study the employees' perception and attitude regarding present organizational support
system is constructive because 75% have shown positive responses. This indicates that their
positive intents towards hotel are due to strong commitment shaped through OSP. In addition to
that, majority (68%) stated that current organizational support program has been very helpful in
shaping their career paths. Interestingly, the study also showed that more than 70% felt strong
attachment towards organisation confirming that employees' attitude and perception is positive due
to their continuance commitment however 61% stated that they do not think job loyalty is a very
common practice in hospitality sector. The findings from interview also indicated that, employees
have shown strong continuance and affective commitment which leads to exhibit positive attitude
towards work. The OSP has played important role in shaping positive attitude among workforces.

In this study, researcher found that majority (72%) agreed that there is strong linkage between
organizational support program (OSP) and job satisfaction (JS). In addition to that, 72% has strong
attachment towards hotel which reflects that they have high affective commitment. Moreover, 54%
agreed that this job is result of both their need as well desire to work in this organisation. Here,
normative commitment is evident through aforementioned findings. Furthermore, the working
efficiency and chances of promotion are more visible due to OSP is supported by 57%. Though
there is only 32% of sample size that agreed to fact that their emotional attachment with hotel due
to OSP but 57% felt that OSP has helped them in developing skills to work on new and advanced
technology. However, very insignificant portion of sample size feel that present organizational
support program is main reason behind their performance but most of determinants considered in
present study showed positive trend between Organizational Support Program (OSP) and job
satisfaction (JS).

Therefore, various distinctive attributes showed that employees organizational commitment
(Affective, Normative, and Continuance Commitment) respectively are demonstrated when there
is job related satisfaction. These attributes enhance job satisfaction. The OSP has a vital role in
shaping organizational commitment thus there is a strong linkage (JS) and (OSP). Interestingly,
there is no conclusive evidence that female employees have more normative commitment than
male employees therefore differs from findings of Haque and Yamoah (2014) but consistent with
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the work of Judeh (2014), Wickramasinghe and Wickramasinghe (2012), and (Colakoglu and
Culha (2010) that there is strong linkage between OSP and JS. The findings partially support work
of Shaukat et al., (2012) and Riggle et al., (2009) that supervision is important to enhance job
satisfaction.

Research Q3: “How the performances of employee are influenced by existing organizational
support program (OSP)?”

Through Interviews and survey questionnaire, researcher found that majority of participants (more
than 70%) showed that OSP has a significant role in performances of employees. Though there is
only 32% participants who had emotional attachment due to OSP towards hotel indicating low
normative commitment in workforce but overall more than 70% has strong attachment towards
organisation. This reflects that there is affective and normative commitment among workforce of
Hotel Ramada Heathrow. Moreover, different types of facilities (compensation, appraisal,
flexibility, training, etc) are found to be essential determinants in shaping employees'
performances. These all-aforementioned facilities are part of OSP therefore these study findings
confirmed that OSP has impact on employees' performances. Interestingly, interview findings
showed that different employees are motivated differently.

Findings indicated that more than 50% believed that new technology's role is essential in
determining their performances. Moreover, 57% of sample size believed that promotion chances
enhance due to OSP. In addition to that, 67% interview respondents showed that future
responsibilities and rewards increase due to OSP. To different questions these findings showed
almost similar notion that OSP has an impact on the employees' performances to certain extent.
Thus, Present findings are aligned with the work of Eisenberger (2003), Colakaglu and Culha
(2010), Alvi and Abbasi (2012), and Haque and Yamoah (2014). Hence, based on present facts and
findings, this is interpreted from results that in hospitality sector the employees' performances are
influenced by OSP through compensation, appraisal, training, promotion, and other job-related
facilities.

Hypothesis: "Is there a linkage between Organizational support program (OSP) and
Organizational Commitment (OC)”

Majority of participants feel that they want to pursue with hotel in future which means that afective
commitment (AC) among workforces. This also indicates that organizational commitment is high
due to existing organizational support program. Interestingly, results from survey showed that
normative commitment (NC) and continuance commitment (CC) are low because less than 50%
feel that they are morally obliged to work in same organisation. However, the interview findings
showed that employees have high NC and CC due to organizational support program. Furthermore,
more than 70% of respondents believed that OC is direct product of OSP. In addition to that,
majority 70% agreed that there is correlation between OC and OSP. Moreover, the t-test also
showed that the correlation between Organizational Commitment (OC) and Organizational
Support Program (OSP) as Pearson correlation showed 0.90 value that there is strong positive
correlation between OC and OSP. Hence, this study results are aligned with the previous empirical
research of Seidu and Boache-Mansah (2012).

Since present findings showed that perception and attitude of employees to some extents are
influenced by existing organizational support program. Therefore, present study is aligned with
the previous empirical research conducted by Fredrick et al., (2010). Moreover, present findings
also indicated that organizational commitment are being shaped by perceived organizational
support therefore in this regard this study support the work of Uchena et al., (2013). In addition to
that, young workforce constitutes a major part of sample size in present study which means that
the notion of Colakglu and Culha (2010) that due to the strong presence of OSP, young workforce
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tends to exhibit high performance. In addition to that, this study showed that employees tend to
have more organizational commitment in hotel who received adequate organizational support
program thus this study is similar to Kralj and Sonet (2011) findings. Interestingly, Kralj et al.,
study was also conducted at hotel sector.

Further analysis also showed that employees do attain their career objectives when they receive
proper organizational support program which leads to develop strong organizational commitment.
Therefore, this finding supports the past research of Mishra et al., (2013). Present research
investigation and aforementioned study have found that employees' attitude and perception are
determined through OSP. In addition to that, the researcher evaluated the relationship between
Organizational Support Program and Job Satisfaction. Findings showed that JS is product of OSP.
Furthermore, it is evident that high level of performance is exhibited by workers who are satisfied
with their respective jobs and job satisfaction is driven through OSP.

The aforementioned evaluation means that present investigation is similar to the previous
empirical research including; Colakoglu and Culha (2010), Wickramasinghe and Wickramasinghe
(2012), and Judeh (2014) but oppose the work of Alvi and Abbasi (2012). In addition to that,
present findings showed that motivation can emerge for some employees by letting them to work
on their own while few stated that it is not good experience. Therefore, to some extent present
study opposes the previous empirical studies including; Shaukat et al., (2012), Riggle et al., (2009),
and Eisenberger et al., (2002). Present study has confirmed that JS, OC, and OSP are interlinked
with each other in more than one dimension.

Furthermore, employees' majority stated that this job is due to the mixture of need and desire
therefore, employees have demonstrated normative commitment (NC) and continuance
commitment (CC). Hence, Martin and Coetzee (2007) study findings are confirmed and supported
by present research investigation. In addition to that, to some extent the research findings are
consistent with the work of Sempane et al., (2010) as both studies showed that OSP helps firm in
increasing job satisfaction. Moreover, present study found that break is necessary for employees
to have personal content and satisfaction towards assigned tasks. Therefore, the notion of Waqas
et al., (2012) is supported by present finding that job satisfaction of employees will enhance when
there are proper breaks during job as it affect their performances in positive way.

Since the sample size of present study was not very large thus the antecedents of organizational
commitment could not be evaluated and generalized to large population but still the work of Zaic
(1990), Steers (1997), and Angle and Perry (1981) is confirmed that all three attributes have
different type of relation within gender aspects. However, there is no conclusive evidence to
support the work of Haque and Yamoah (2014) that female employees have more normative
commitment and continuance commitment, but large number of male participants has shown
affective commitment. Thus, this study supports that OSP shape different OC among workforce
which means work of Tan and Lau (2012) is confirmed. Furthermore, the findings of present study
differ with previous work of Ahmed and Yekta (2010) as present study showed that employees'
performance and job satisfaction is affected by normative commitment. Moreover, this study also
differs the work of Hemdi (2009) that states that in hospitality sector all three attributes of
organizational commitment (affective commitment, normative commitment, and continuance
commitment) are positively linked with Organizational Support Program. In addition to that, the
t-test result showed that P-value is greater than critical value (Pvalue = 0.128453 > C.V = 0.05)
thus null hypothesis is not rejected. In other words, there exist correlation between Organizational
Commitment (OC) and Organizational Support Program (OSP). Moreover, the correlation is
significantly strong as derived value is 0.906885. Therefore, this study is aligned with the previous
empirical research including Haque and Yamoah, (2014); Suleiman; (2013); Halepota and Irani,
(2010); Fredrick et al., (2010); Eisenberger, (2003); Allen and Meyer, (1997); and Reichers,
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(1985).
5. Conclusion and Recommendations

This study confirmed that in the workforce of hospitality sector, the organizational commitment is
to large extent influenced by operating organizational support program. Since this study has a very
small sample size thus high generalization is not possible but in gender perspective there is no
conclusive evidence to support work of Haque and Yamoah (2014) that female has more normative
commitment than male employees. However, the notion that affective commitment (AC),
normative commitment (NC), and continuance commitment (CC) are shaping employees’ attitude
in the organizational setting. Moreover, this study found that young employees are more active in
showing their organizational commitment towards hotel. Therefore, Colakglu and Culha (2010)
and Fredrick et al., (2010) studies are confirmed that young employees have more constructive
attitude and perception in the organizational settings due to existing organizational support
program (OSP).

Moreover, employees’ perception is found to play essential role in developing organizational
commitment that is shaped through organizational support program (OSP). Therefore, present
study is aligned with the work of Kralj and Sonet (2011). In addition to that, Uchena et al., (2013),
Mishra et al., (2013) findings are confirmed by present study that OSP is a driving force behind
performances of employees. In hospitality sector, the attitude of employees along with their
performances are found to be positive and constructive towards OSP. However, in this study
normative commitment is less evident whereas affective commitment and continuance
commitment are more visible in workforce. To very insignificant level it is evident that female
employees have more normative commitment and continuance commitment while males have
more affective commitment but overall, it can be stated on collective ground that the perception
and attitude along with employees’ performances are shaped by the existing organizational support
program (OSP). In other words, it can be said that the efficiencies and attitudinal patterns of
employees are strengthen by OSP to demonstrate affective, normative, and continuance
commitment.

Hence, by the completion of this research, it is now clearly visible that first objective of research
is accomplished because now it is visible that organizational commitment, performances of
employees, and employees’ positive professional attitude is shaped by OSP thus OSP is a
significant tool for hotel in hospitality sector.

In this research investigation, researcher established that employees’ performances are influenced
by OSP to large extent as from available information it can be concluded that individual
performances are affected by current operating OSP at Hotel Ramada Heathrow. In addition to
that, this study support the work of Martin and Coetzee (2007) in this aspect as present study and
aforementioned research both found that desire and need together compel employees to work
within specific organisation. This indicates that the support program inside the organisation has a
strong role in influencing employees’ performances as a good organizational support program
ensure that employees are doing their assigned tasks in effective, efficient, and corrective manner.
Although, the organizational support’s impact has variation due to fact that individuals’ nature,
working style, and perception varies. Present research project also revealed that young employees
are more affected by OSP as compared to aged (old) employees. Despite that this study showed
that OSP has a role, but performances of employees are not only restricted to OSP as other external
factors have a role to offer in influencing the overall performances of employees. In addition to
that, creativity and internal motivation of employees are evident in this study that determines the
performances and different types of organizational commitment of employees. Thus, the work of
Tan and Lau (2010) is confirmed by present research findings as non-financial rewards also help
employees to exhibit their strong performances for hotel. Moreover, this research’s findings oppose
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the previous work of Eisenberger et al., (2001), Riggle et al., (2009), and Shaukat et al., (2012)
that performances of employees are influenced by only specific type of formal OSP. Different
informal type of support drives employees to perform well on job is important findings as it
differentiates present study from other previous empirical research because all previous ones were
single dimension whereas this study considered multivariate to measure employees’ performances
in relation with OSP.

In present research, strong positive correlation between dependent variable (Organizational
Commitment) of employees and independent variable (Organizational Support Program) in the
hospitality sector. The primary findings and statistical test revealed that null hypothesis cannot be
rejected. Overall organizational commitment is revealed at different stages by employees;
however, the affective commitment is confirmed in all aspects. Though normative commitment
was low, but continuance commitment and affective commitment was evident clearly. Moreover,
this study also supported the work of Tansky and Cohen (2001), Susskind et al., (2001), and Riggle
et al., (2009) by confirming the notion that high commitment is demonstrated by employees who
have high level of satisfaction towards their job and organisation, resulting from strong
organizational support from their respective organisation. This further means that there is
correlation between job satisfaction and organizational commitment with organizational support
program. In other words, affective commitment, normative commitment, and continuance
commitment are visible in employees due to organizational support program which leads to
increase job satisfaction among employees.

The results supported by statistical test showed that organizational commitment of both male and
female employees is the product of organizational support program (OSP) at hotel Ramada
Heathrow. Although, findings showed that job loyalty is not evident too frequently in hospital
sector which means that continuance commitment in this aspect is low. Moreover, the strong
attachment towards hotel reflecting low normative commitment but interestingly the workforce of
hotel is formed largely by young employees therefore there is high overall organizational
commitment. Hence, it is revealed by study findings that in the early stages of career, employees
have high level of organizational commitment. Moreover, this means that present findings differ
from the work of Robin and Judge (2009) as present study does not find strong conclusive evidence
that organizational support program is not always a reason for employee turnover. However, to
some extent it confirmed that job loyalty can enhanced due to organizational commitment.

The organizational support program has a role in shaping the affective commitment of employees
is being confirmed in this study. Thus, the findings are similar to the work of Eisberger et al., (1986
and 1990), Randall et al., (1999), and Rhodes and Eisenberger (2002). Moreover, the work of Allen
and Myer (2001) is also confirmed as present study also found that employees having high level
of organizational commitment demonstrate high quality performances due to the tools, methods,
and techniques designed by management. Moreover, employees tend to exhibit high quality when
their contributions are valued and supported by organisation.

Organizational commitment is a very much visible where there is job related satisfaction is being
observed among employees. Moreover, in this study, job satisfaction is being a significant
predictor that has influenced all three attributes of organizational commitment, namely affective
commitment (AC), normative commitment (NC), and continuance commitment (CC). Although,
the study of Gunlu et al., (2010) found that job satisfaction affects only normative commitment
whereas the study of Yang (2010) and Gunlu et al., (2010) found that affective commitment is
influenced significantly by JS but present investigation revealed that JS has positively influenced
the continuance commitment among workforce. Moreover, empirical studies considered individual
satisfaction due to high level of obligation and intrinsic motivation whereas job satisfaction is
influencing the continuance commitment among employees in the hospitality sector is being
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evident in present research investigation. Interestingly this study researcher found that people with
strong organizational support, the employees’ attitude to quit organisation reduces however despite
low emotional attachment still there is enough support from organisation that urges employees to
pursue their career with the same organisation. Since, after recession of 2008, one of the few
sectors that have maintained generating high revenue in UK is hospitality sector. Therefore, it is
likely possible that the continuance commitment among employees is high in this sector.
Therefore, this study supports the study findings of Eisenberger (1985) that job satisfaction (JS)
and Organizational commitment (OC) are interlinked with each other. In other words, committed
employees are one who have satisfaction and therefore work in organizational setting to
accomplish organizational objectives and vice versa. Though, this study found that there is
continuance commitment but at same time it also revealed that there is less emotional attachment
which means that the notion of Sempene et al., (2009) cannot be excluded that employee at times
switch jobs for fun rather than dissatisfaction.

This research investigation found that JS is product of organizational commitment therefore this
study supports the previous empirical study of Gaertner (1999). Moreover, JS is linked with
organizational support program and organizational commitment thus this study is aligned with the
work of Porter et al., 1974; Buchanan, 1974; Reed et al., 1994; Tansky and Cohen, 2001; Bartlett
and Kang, 2004; Aube et al., 2007; LaMastro; 2008; Riggle et al., 2009; and Gu and Siu, 2009.

The recommendations are made to selected case study based on present finding’ critical evaluation.
These recommendations are as following:

The management should consider the option of weekly job rotation in timing of employees. This
means that employees working in different shifts should be managed in effective and efficient
manner. Since, the employees working in hotel faces a situation of high overload in London,
especially in tourism season (as this study was conducted between June-August which is a busy
tourism season) there this strategy will help firm in managing the fatigue and boredom of the
employees. This split will help hotel as employees will be not stressed and they will be exhibiting
optimal level of working efficiency. Those working in management should also have quarterly job
rotation which means that employees in management should rotate as this will give an opportunity
to young people learn from experienced people in the hotel. Moreover, different skills and expertise
will develop. For instance, those in marketing if being asked to work in marketing department for
a while will be more versatile employee and asset for the organisation. There is also needed to
have mentoring of new employees during job rotation which will increase employees’ commitment
and develop strong attachment due to effective organizational support program.

The management should consider the stress relief and management program. The interview with
manager of hotel developed this recommendation as it was suggested that at times employee’s
performance look below par due to various stress. These various stresses are occurring due to
workload, personal issues, minimum wages, etc. these different types of stress can affect negatively
the behaviour and attitude of employees therefore the introduction of stress management program
will help in making employees more effective and productive because of this program. Moreover,
this program will work as ventilation therapy for employees as they will be willing to discuss their
problems and job-related stress.

Moreover, there is need of improving working conditions at the hotel, especially for people
working in kitchen department. The supportive condition will help hotel to retain their productive
employees. For this reason, there should be inclusion of a system to enhance the safety of
employees working in kitchen. The facilities for permanent employees should be given to contract
employees too as this will increase comfort level towards performing job. At the same time the job
loyalty and working efficiency of employees towards assigned task.
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Although, in this research, it is ensured that appropriate tools and techniques are adapted in this
study to investigate problem statement defined in first chapter but there are some limitations in the
present research investigation. The biggest limitation of present study was that time factor. The
time duration of three month was short to explore the research problem in more depth therefore
due to this limitation, few other limitations emerged. Due to shortage of time, only one case study
(Hotel Ramada Heathrow) was considered. The results are only limited to one specific case study
as there was no comparative study undertaken in this project. The research problem might have
been more visible and clearer if the research problem would have been evaluated in comparative
analysis. Therefore, the generalization of present findings is only limited for selected case study.

Moreover, the time factor compelled the present study research design to be cross-sectional
research design. As the study was conducted in short span of time. In addition to that, the sample
size for present research is very small as only 28 employees participated in survey questionnaire
whereas interviews with only six employees were taken. Hence, the results cannot be generalized
to overall hospitality sector. Moreover, the survey questionnaire was matrix-based degree one, so
the employees’ own views were not evaluated. If open ended survey questionnaire was used there
would have a possibility that more inner opinions of employees would have been explored.

The research is based on simple interviews through convenience sampling. There is no expert
interview in the present study which is also a limitation because the expert/experts from hospitality
sector would have further explored the research problem. Thus, most of the evaluation and
interpretation is based on available respondents.

These implications are based on research limitations identified above. Those limitations that were
found in this study should be considered by future researchers in their respective research
investigations on same topic. The most important implication is that future researcher should
consider longitudinal study to investigate the correlation between research variables. Since cross-
sectional study was found to be limited to evaluate in more depth therefore research design should
be longitudinal study. In addition to that, the research instruments should be further modified by
including open-ended questions so that employees’ views and opinions can be evaluated in more
depth. This will give the researcher a chance to learn about how respondents feel and express their
views.

Since researcher considered only face-to-face one-on-one interviews with participants so future
researchers should consider focus group expert interviews also so that they have concrete idea
about research problem. Moreover, the future researchers should consider the idea of comparative
analysis by considering two case studies and evaluate the findings in two different settings so that
there is more comprehensive approach to explore research problem. In addition to that, the
sampling technique for this study was convenience (non-probability) sampling but future
researcher should consider cluster (probability) sampling technique because it gives equal chances
to all events in the sample. Moreover, the hospitality sector is spread in vast dimensions thus cluster
sampling will be more effective to investigate the correlation between organizational commitment
and organizational support program.
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